Abstract-Service today's increasingly competitive education . It is encouraging schools at this time to further improve its performance. One attempt to do is to improve the performance of teachers and increase job motivation. The purpose of this study was to analyze the effect of compensation and competence on job motivation and senior high schools teacher performance in Lhokseumawe. The population data collected in the study were all accounts totaling 351 teachers from seven senior high schools that made the object of research. Seven hypotheses for direct and mediating effect were formulated to be tested using PLS (Partial Least Square) analyses through SEM-PLS software with WarpPLS 3.0. The results show that compensation and competence are significantly influence toward job motivation. Results also showed that compensation, competence, and job motivation are significantly influence toward teacher performance. Meanwhile, job motivation support mediates the relationship between compensation and competence to senior high schools teacher performance in Lhokseumawe.
INTRODUCTION
Job performance of employees plays a crucial factor in determining an organization performance since highly performing individuals will be able to assist organization to achieve its strategic aims thus sustaining the organization competitive advantage [1] .
Job performance has always been the central issue in research work in the field of human resource and organizational behavior [2] . Researchers are constantly trying to come up with the best variables that can reliably and accurately explain and forecast future job performance of all organizational employees [3] , [4] . Over the years, a substantial amount of research on job performance has been contemplated not only by scholars in the human resource and organizational behavior, but also, those in the applied psychology, adult learning, management, and education areas as well. Although performance-related research has been extensively covered, performance is proven to be dynamic in nature [5] . Thus, there are always meaningful variations or diversification that can trigger new research questions pertaining to job performance.
In short, quality and high-performing teachers are very crucial [6] ; thus, studying individual and organizational factors which contribute towards job performance among teachers is considered as not only theoretically significant and but practically in line with the current national aspirations to upgrade teacher quality and performance. In addition, in order to improve teacher quality and performance, there must be improvement made to the human resource practice such as compensation, competence and job motivation [6] . Research on Performance-related studies have been dealt in depth in the business and industrial setting. It is worth to investigate if some of the concepts used in the business and industrial setting could also be applied to in the educational setting, to explain teachers' performance.
The significance of this present research can be divided into two perspectives. Firstly, the significance of this study can be seen from the theoretical perspective. Even though there were many research interest on the determinants of job performance (e.g. [7] , [8] , [9] , [10] , [11] , [12] , [13] , [14] ), most of them were conducted abroad, and thus lack of evidence exist to understand the job performance of Senior High Schools teachers in the Indonesian context. Furthermore, lack of attempt was made in the study of job performance which focus on teachers working in the Senior High Schools as many previous studies regarded all employees of the educations as the same regardless of the sectors they were in which had been proven to be different [15] , [16] .
This condition had therefore illuminated a significant gap in the past literature on Indonesian education that tend to focus on overall sectoral problems and organizational level problems rather than from the individual level problems in respect to job performance. Thus, the present study may contribute to the existing literatures on education in Indonesia specifically in the context of education, which has not received much attention. At the same time, it is hopeful that this study will be able to add on to the present literatures of education by highlighting the issues faced by education sector from the teachers' perspectives that often been overshadowed by many researches on organization level performance.
Secondly, from the applied significance perspective, this study is able to provide better understanding on the performance of teacher in Senior High Schools sector within the education context. The knowledge obtained can assist teacher s in developing strategies that may help to motivate teachers to perform better. In addition, this research is an opportunity for education to view the present problems faced by the education in relation to skill shortages and lack of productivity from the perspective of teachers. Therefore, it is also hope for these problems to be resolved through better understanding of the factors that can affect teachers' job performance, which in turns may help to overcome the ongoing human resources issues of the education.
Contrary to measures of job performance in studies in business and industrial context, the construct of teacher job performance is usually referred to as uni dimensional in many research work involving teachers. The measure of teacher performance usually concentrates on the ratings of a teacher's teaching skill, as the sole dimension [17] , [18] , [19] . Some authors measure teachers' organizational citizenship behavior as a form of performance measure [20] , [21] . However, more recently, there has been attempts to measure performance multidimensionally (e.g., [22] , [23] , [24] ).
In addition, employees in a service setting also need to possess the right competency in order to be effective in their job performance. According to [25] , it is necessary for service workers to be skilled and trained in order to deliver effective service. Some examples of competencies that are necessary for service employees consist of friendliness, concern, insight, communicative and adaptive were noted [26] , [27] . Previous studies (e.g. [28] , [29] , [30] , [31] ) on the relationship between competency and job performance were conducted abroad while studies on competency (e.g. [32] , [33] , [34] ) focused on issues either related to the entrepreneurs' or the public sector employees.
Therefore, the present study aims to advance the researcher understanding of the relationship between compensation, competence, job motivation and teacher performance in Senior High Schools in Indonesia's context.
II. BASIC THEORY AND HYPOTHESES DEVELOPMENT

A. Performance
Generally, performance is a measurement or indicator for evaluation and assessment of individuals, group, firm and organizations. It reveals the strength and weakness of what we want to measure. Teachers play key roles in the education process. This could be because they provide professional touch in the profession. People see them as persons having the adequate knowledge to impart knowledge to people. In examining what teacher's role should be, [35] noted that there has been little-sustained analysis of the role of the teacher. In the academic domain, it has been noted that a good and well systematic performance measurement system should be designed in such a way that it will give room for collecting, analyzing and reporting data and information which are related to the performance of the academic departments [36] . This has led to some major development and significant continuities with performance measures in educational organizations.
Accordingly, [37] reported that there are about four groups of performance indicators which are as follows; internal performance indicator, indicators of operational performance, external performance indicator and last but not the least, research indicator performance. In another dimension, [38] noted that performance measure provides information relating to following; planning, investigating, coordinating, evaluating, supervising, staffing, negotiating, representing and your or firm or organization overall performance. These indicators are well related to both individual and organizational performance, and deeply related to the human resources domain. [39] provided performance indicators such as efficiency, internal liquidity, strategic human resources effectiveness, profitability, and leverage.
With respect to teacher performance, it can be defined as the ability in planning, implementing, and evaluating the teaching-learning process [40] . It involves teacher's efficacy in doing or completing a job. On like other aspects of performance, teacher performance has been measured using different dimensions. For instance, [41] in investigating the teacher performance adopted a performance measure that assessed the overall performance rating of the teacher by using two dimensions of; effective and best educator. Similarly, [42] in measuring the performance of the lecturers in the university adopted an objective approach.
There seems to be no end to what performance measure should be among authors and researchers, however, whatever the performance measurement, a researcher should be able to justify which performance measure he or she adopts in the course of his/her research [43] . Based on the insight derived above, this study operationalized teacher performance as: effectiveness, professionalism and overall performance.
B. Job Motivation
Motivated employees are one of the criteria that contribute to organizational success. Motivated employees will concentrate their effort and direction towards the achievement of organization's goal [44] . Motivation is very important because it can drive an individual to work hard or perform well in their work. According to [45] , employee motivation toward works refers to the way employee does their work and expresses it by their service or work to the organization. Employees that have high motivation will be more loyal and dedicated to their job and always perform for the best interest of the organization. Previous studies stated that employee motivation do have a positive relationship with organizational performance. [46] study showed that there are relationships between employee motivation and the organizational performance. The study reveals that motivated workers in an organization has a significant influence on their performance. This is in line with equity theory which emphasizes that fairness in the remuneration package tends to produce higher performance from workers.
Other researchers like [47] identified that employee motivation has significant relationship with performance where the motivational factors inside an employee will enhance their productivity in organization. Other than that, [48] also found that there is positive relationship between employee motivation and organizational performance. The study shows that firm's performance increase when the employee motivation increases. Financial rewards actually influence the employee performance and boost their motivation. Hence, financially satisfied workers contribute to firm's performance [44] . In contrast, there is also study that says payment does not influence or improve employee motivation but non-financial factors like non-financial rewards, social recognition, and performance feedback actually give positive influence to employee motivation [49] .
C. Compensation
This study focuses on the relationship between compensation, competence, job motivation and teachers performance in Senior High Schools in Aceh Province. There are many past studies [50] , [51] , [52] , [53] , [54] , [55] that have been conducted on employees' performance. [56] claim that reward package as compensation can influence the employee's performance in their work. According to them, compensation system gives an impact to employee performance by improve employee knowledge, skill and abilities to achieve to organization goals. [51] agree that compensation gives an impact to employee performance, the compensation gives indirect effect to employee in-role and extra-role behavior so it will improve employee in-role performance without sacrificing extra-role performance. [57] also agree that compensation practices play an important role in improving employee performance and to achieve organizational goal.
As mentioned before, numerous previous studies found that employees' performance is associated to the compensation [58] , [59] , [60] , [61] . Nevertheless, these researches are predominantly western oriented and highlighted cases in the context of western environment which are not reflected the Asian countries especially Indonesia. In addition, less attention also has been given in looking the best practice of compensation system in the field of education. As this study refers to the Indonesia's context, it is key important to understand the compensation system in Senior High Schools and its relationship with the employee performance specifically on productivity, job quality and job accomplishment in the Indonesian private tertiary education institution.
D. Competence
Generally, teaching has been considered as one of the most interesting challenging professions in human endeavor [62] . Probably because it deals mainly with human beings. People need to teach others in order for them to learn and be educated, while those who teach others must possess the right competence and compensation to enable them impart knowledge and education to the people or learners as whatever they teach has a durable effect in the lives of the people they teach.
The term competence has been widely used in various contexts by several authors [63] , [64] . Hence, the term has several definitions. For instance, it has been used in the context of teacher education and job performance. By simple description, competence is a prerequisite for the competencybased-teacher education that comprises of skills, value, and knowledge which professional teachers should exhibit for effective and successful completion of the teacher education programme [65] .
The importance of competence in teaching profession cannot be underestimated. According to [65] , it offers guidelines for success and assists in assessing measurable gaps that will be directly aligned with the work results required of the job as well as with the goals of the organization.
Many empirical studies (e.g. [64] , [66] have been conducted with respect to teacher competence and performance. The competence model provided by [67] demonstrated that a teacher's performance depends on the teachers' knowledge, (comprised of subject matter and general pedagogy), which is directly linked to the teachers' competencies, characteristics, and attitudes.
The Competency-Based Education Theory which is very popular in the education domain argued on the need for teachers to possess the right attributes and characteristics for better performance [68] . Thus, the theory argued on the importance of individual characteristics that will aid teacher performance. Utilising this theory, [68] argued that activities of teachers as well as their attributes will be more helpful in training teachers than individual opinion information. Therefore, they contended that teachers' characteristics play indispensable role in the teachers' effectiveness and performance. [69] noted that teachers' competencies are based on competency-based teacher education theory which are connected to all areas of performance which performance can be assessed.
Furthermore, it is also noted that there is a close association between teaching effectiveness or teaching ineffectiveness and teachers' competence [64] . It was further argued that teachers who are competent would provide conducive environments and climate as well as the enabling classroom conditions for effective students' learning. [63] argued that performance is a function of competence and therefore, teachers must possess the competence for better performance. In summary, competent teachers are those who have the ability to provide valuable outcomes without excessively costly behavior [70] . It is the teaching skill and ability possess by the teachers. shows the conceptual framework of the study, developed based on the study of the literature. The frameworks consists three independent variables namely compensation, competence and job motivation, together with the relationship with the dependent variable which is teacher performance. 
A. Respondents and research procedure
Data were collected through a questionnaire that distributed to 351 teachers from seven senior high schools that made the object of research. In addition, supporting data is obtained from interviews with respondents.
B. Data Analysis
There are four variables studied which were compensation (X1), competence (X2), career commitment, job job motivation (Z), and teacher performance (Y). This data study was analyzed by Partial Least Square (PLS) through SEM-PLS software with WarpPLS 3.0. This technique has powerful analytical tool because it does not assume the data should have certain measurement scale, a certain amount, and can be used to confirm theory [71] .
The Partial Least Square (PLS) that has been used in this research is Warp software PLS. It was used to analyse the causal relationship between the variables of compensation, competence, job motivation and teacher performance in accordance with the hypothesis that has been proposed. PLS have two stages of analysis, namely the inner evaluation model (testing the construct validity and reliability) and outer evaluation model (testing the causal relationship between the magnitudes of the variables in the study).
IV. RESULTS AND DISCUSSION
The part of measurement model evaluation included testing the validity and reliability of measurement instruments used in this study. Testing the validity of the PLS consists of two parts, namely the convergent validity and discriminant validity.
A. Convergent Validity
The first evaluation of the measurement model is convergent validity (convergent validity). To view the test results of convergent validity of the measurement instrument (questionnaire) can be seen in output combined loadings and cross loading. There are two criteria to assess whether the model qualifies outer convergent validity.
After the reduction of indicators that did not fit the criteria, it can be seen that the outer loading each of the indicators on the four research variables are all worth more than 0.40 with a p-value of less than 5%. This means that the indicators used in this study has met convergent validity.
B. Discriminant Validity
The second evaluation on the outer model is discriminant validity. Measuring discriminant validity is done by using the value of cross loading. An indicator is said to meet the discriminant validity if the value of the cross loading indicator variable is the largest compared to other variables.
Based on the value of cross loading, it can be seen that all the indicators that make up each of the variables in this study meets discriminant validity because it has the largest crossloading for a variable to the establishment and not on other variables. Thus all of the indicators in each of the variables in this study have met the discriminant validity.
C. Reliability Test
Final evaluation on the outer model is a composite of reliability and Cronbach alpha. Composite reliability and Cronbach alpha reliability of the instrument test the value in a variable. A variable is said to meet the reliability test if it has a value of composite reliability and Cronbach alpha of greater than 0.7. Table I showed that the value of reliability and Cronbach alpha compositing each study variable value greater than 0.7. It can be concluded that each variable has met the composite reliability.
Evaluation of Structural Model Section inner evaluation includes an assessment of the model R-squared, Q-squared, the effect size, goodness of fit and test causality. Rated average path coefficient (APC) generated at 0.352 and significantly less than 5%. Average value of R-Square (ARS) generated by 0.502 and significantly less than 5%. Average value of variance inflation factor (AVIF) amounted to 1327 less than 5. Thus, it can be concluded that the goodness of fit of models have been met.
D. Hypothesis testing
Here is the The theoretical model on the conceptual framework of the study can be said fit if it supported by empirical data, as given in Figure 2 below. that there was significant positive effect of compensation on job motivation of the Senior High Schools Teachers. That is, the increase in compensation will result in an increase in job motivation. Based on these results, the hypothesis of the research first suspected an influence compensation significantly to job motivation on Senior High Schools Teachers was accepted.
Path coefficient value of competence affects job motivation at 0.338 with a p-value less than 0.001 it indicated that there was significant positive effect of competence on job motivation of the Senior High Schools Teachers. That is, the increase in competence will result in an increase in job motivation. Based on these results, the hypothesis of the second studies indicated that a competence gave significant effect to job motivation on Senior High Schools Teachers was accepted.
Path coefficient value compensation affects teacher performance of 0.394 with a p-value of 0.001 which is less than 5%, this indicated that there is a significant positive influence of compensation on the teacher performance. That is, the increase in compensation will result in an increase teacher performance. Based on these results, the hypothesis of the three studies alleging that there is significant influence to the compensation of teacher performance on Senior High Schools was acceptable.
The coefficient of path of competence influence teacher performance of 0.367 with a p-value of 0.000 which is less than 5%, this showed that there was a significant positive influence of the competence on teacher performance. That is, the increase in competence will result in an increase in teacher performance. Based on these results, four of the study hypothesis suspected an competence significant influence of teacher performance on Senior High Schools, was acceptable.
Path coefficient value that job motivation affects teacher performance amounted to 0,344 with p-value of 0.000 which is less than 5%, this indicated that there was a significant positive effect of job motivation on teacher performance. That is, an increase in job motivation will result in an increase in teacher performance. Based on these results, the hypothesis fifth suspect there are studies that influence job motivation, teacher performance significantly to the teachers Senior High Schools, is acceptable.
Job motivation on proven research as an intervening variable between compensation with teacher performance significant effect on job motivation and teacher performance. The results of the study indicate that the PLS on the path coefficient value of 0.148 with a p-value of 0.028 which is less than 5%, this shows there is a significant indirect influence between the compensation with teacher performance on the Senior High Schools teachers.
Job motivation on proven research as an intervening variable between competence with teacher performance significant effect on job motivation and teacher performance. The results of the study indicate that the PLS on the path coefficient value of 0.133 with a p-value of 0.032 which is less than 5%, this shows there is a significant indirect influence between the competence with teacher performance on the Senior High Schools teachers.
V. CONCLUSIONS AND RECOMMENDATIONS
Based on Partial Least Square (PLS) using PLS software WARP 3.0 can conclude that: The results show that compensation and competence are significantly influence toward job motivation. Results also showed that compensation, competence, and job motivation are significantly influence toward teacher performance. Meanwhile, job motivation support mediate the relationship between compensation and competence to senior high schools teacher performance in Lhokseumawe.
Based on the analysis, it is recommended as follows: a) advice to teachers in order to improve aspects of compensation that are supported with the satisfaction of a good work, will be able to improve the performance of teachers, b) advice to the principal in order to improve the competence, given the findings shows that the higher competence that are supported by job motivation, the better the performance of teachers. c) advice to policy makers, in order to carry out leadership training for principals on a regular basis, in order to improve school performance that is lead, control the competence of teachers periodically, in order to improve the skill and ability of the teachers in terms of teaching.
